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Abstract 



This report describes the results of the 1992 survey of Quality 
of Work Life conducted at the Naval Air Warfare Center, Aircraft 
Division, Indianapolis. This survey assesses employee (N=402) 
attitudes regarding such issues as job satisfaction; 
opportunities for training; management support for cooperation, 
teamwork, and innovation; rewards and equity; and organizational 
values. Current results are compared with ratings on comparable 
items from the survey conducted in 1991. The main issues 
presented in qualitative comments are also identified. 



QUALITY OP WORK LIFE 
1992 SURVEY 

Background 

The Quality of Work Life survey has been administered by the 
Human Resource Office of the Naval Air Warfare Center, Aircraft 
Division, Indianapolis since 1988. The purpose of this survey is 
to assess employee attitudes regarding quality of work life 
issues including job satisfaction, training, and organizational 
climate (open communication, participation, cooperation, trust) 
as well as specific programmatic issues such as parking, smoking, 
and work schedules. This report describes the results of the 
most recent administration of the QWL survey conducted in 
November, 1992. The results from 1992 are compared with those 
from 1991 to assess changes in employees' attitudes regarding 
quality of work life issues. In addition, the 1992 survey 
includes a number of questions that examine employees' attitudes 
regarding the new structure and new roles resulting from the 
reorganization of the Center. 

Questionnaire 

The survey is comprised of 58 fixed response questions, and 
3 open-ended questions. A copy of the survey can be found in 
Appendix A. There are 10 questions that gather demographic data 
from respondents (e.g., age, grade level, education). Thirty- 
four questions address quality of work life issues, the majority 
of which are replications of items used on prior QWL surveys 
administered at the Center. However, some new items regarding 
teams and innovation were added to reflect issues identified as 
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important from the Culture Gap study. All of these questions 
follow a standard 5 -category response format: 

22. In general, I am satisfied with my job. 

(1) Strongly disagree 

(2) Slightly disagree 

(3) No opinion (neutral) 

(4) Slightly agree 

(5) Strongly agree 

The response categories were modified in some cases to fit the 
wording of the question but in all cases (1) represents a low or 
negative rating and (5) represents a high or positive rating of 
the focal issue. 

Regarding information about the restructuring of the Center, 
there were 8 questions that asked employees to rate their 
awareness of Management Team and Associate role responsibilities, 
and their awareness and support of the Customer Support Team 
( CST) concept. In addition, question #29 asked about the amount 
of information employees wanted regarding: strategic purpose of 
restructuring; reporting relationships; training opportunities; 
career opportunities; clarification of job responsibilities; and 
coordination mechanisms with other related work groups. 

The survey questions were analyzed to determine scales 
(i.e., groups of items that reliably reflect an internally 
consistent theme) to be used for reporting purposes and to aid in 
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comparisons with future data. 1 The new Key Result Areas are 
labelled as follows: 

Job Satisfaction 

Training 

Equity and Rewards 

Teams and Cooperation 

Factors Impacting ability to do my job 

Organizational Support for Doing Things Differently 

Organizational Values and Trust 

Finally there were three open-ended questions included in 
the survey. These questions allow employees to openly express 
concerns or explain their viewpoint in narrative form. Question 
#28 asked respondents to rate the impact of restructuring on 
their performance capabilities and the open-ended section asked 
them to specifically explain the perceived problems (if the 
impact on productivity was rated negative) and the perceived 
opportunities (if the impact on productivity was rated positive) . 
The last two questions on the survey asked employees to describe 
their 3 main concerns regarding quality of work life and an 
opportunity for open comment on the working environment. 

Sample 

The QWL survey was distributed to a randomly selected sample 
of 700 Center employees. A total of 402 surveys were return for 



1 Maintaining the eight "Key Result Areas" (KRAs) used in 
prior surveys was not deemed possible both because of the 
substantial changes made in the current survey and the 
determination that some of the KRAs had low internal consistency 
reliabilities. The determination of new scale categories was 
made on the basis of factor analysis results and reliability 
analyses. Cronbach alpha reliability coefficients, indicating 
internal consistency, are reported with the results for all 
scales. This statistic can range from zero to one with .70 
generally viewed as an "acceptable" level of reliability. 
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a response rate of 57%. Of this total sample, 9.5% are members 
of a Competency Center Management Team, 25% are female, 85% are 
Caucasian, 8% have a physical handicap, and the average age is 
approximately 40. In terms of education, 26% attended college; 
an additional 28% have a college degree; and 27% have some 
graduate coursework. Other relevant demographics are presented in 
Table 1. 

Results 

The frequency distributions for responses to all questions 
on the survey can be found in Appendix A. 

Awareness and Information Needed Regarding Restructuring 

A number of questions were developed for the 1992 QWL survey 
to assess employee's awareness of new roles and identify their 
information needs. To the very basic question, 

"16. I know who my Management Team members are" 
there were 79 employees (20%) who responded "no." A related set 
of questions asked employees to rate their awareness of the 5 
Competency Center Management Team roles as well as that of 



Project 


Leader 


on a scale where (l)=fully aware 


to (4)=not at 


aware . 


The mean ratings for each role is given 


below with the 


roles best understood listed first: 




Survey 


I tern 


Role 


Mean Rating 


53. 




Project Leader 


2.24 


52. 




Master Scheduler Associate 


2.25 


54. 




Competency Center Director 


2.26 


50. 




People Development Associate 


2.41 


51. 




Process Improvement Associate 


2.66 



These means indicate that, on average, employees are not as 
informed as they would like to be regarding the roles and 
responsibilities of the Competency Center Management Team members 



4 



Table l 

Sample Demographics 



1 . What type of work do you do? Percentage 2 

(1) Administrative 10% 

(2) Clerical/Secretarial & Assistant 7% 

(3) Engineer/Scientist 39% 

(4) Technical 17% 

(5) Wage Grade 20% 

2. What is your grade level? 

(1) GS-l to 5 5% 

(2) GS-6 to 12 63% 

(3) GS-13 to 15 11% 

(4) WG-6 to 11 15% 

(5) WG-12 and above 2% 

8. Total experience at NAWC Indianapolis? 

(1) 1-3 years 10% 

(2) 3-5 years 12% 

(3) 5-10 years 34% 

(4) 10-20 years 27% 

(5) 20-30 years 14% 

(6) More than 30 years 4% 



2 Percentages for each question may not total 100% due to 
missing data. 
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and the project leader. They are most informed about the PL, 
MSA, and CCD and least informed about the PIA 3 . 

As can be seen from the frequencies presented in Appendix A, 
the number choosing the response category (4)=not at all aware 
ranges from 57 (for the PDA) to 91 (for the PIA) . These 
frequencies confirm that approximately 20% of those surveyed do 
not know the individuals on their management team (or their 
Project Leader) and have no understanding as to their roles. 

The third set of questions that provides data on information 
needs is item 29 which asked employees to rate 6 different types, 
of information according to how much information they felt they 
wanted or needed to effectively perform their job. The results 
for this item are presented in Table 2. The overall finding 
shows a substantial majority of employees reporting that they 
would either like or need more information in all but one area. 

The area in which the largest number of employees (50%) say 
they need no further information is regarding "strategic purpose 
of restructuring." However, there are still 50% who either would 
like further information (39%) or feel they need this information 
to do their job (11%). "Reporting relationships," "training 
opportunities," and "career opportunities" are identified as the 
areas where the largest percentage of employees would like 
information (response category (2) ) . While this information is 
important to individuals, it is less frequently rated as critical 
to job performance. The two areas with the highest frequency of 
information needed in order to do the job (category (3)) were 

3 The differences between the mean ratings for the PL, MSA, 
CCD (as a group) and the rating for PDA, and PIA are all 
significantly different from each other [ 2 . 87<£.<6 . 80, p<.005)]. 
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Table 2 

Ratings of Information Needed 



Item 


% in each 


response 


category' 




(l) 


(2) 


(3) 


Strategic purpose of restructuring 


to organizational mission 


50% 


39% 


11% 


Reporting relationships 


33% 


49% 


18% 


Training opportunities 


25% 


48% 


27% 


Career opportunities 


19% 


57% 


24% 


Clarification of job 


responsibilities 


36% 


31% 


33% 


Coordination mechanisms with other 


related work groups 


24% 


42% 


34% 



4 The 3 response choices were: 

(1) =I need no further information about this 

(2) =I would like more information 

(3) =1 need more information to do my job 
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"clarification of job responsibilities" (33%) and "coordination 
mechanisms with other related work groups" (34%) . 

Quality of Work Life Attitudes 

As described above, the revised QWL survey items concerning 
quality of work life issues have been grouped into 6 Key Result 
Areas (KRAs) . Each of these will be discussed in turn. The KRAs 
are comprised of items that can be compared with prior survey 
results well as items unique to 1992. The data presented in 
Table 3 show the mean rating for all items for 1992 and where 
appropriate comparisons are given with the 1991 results. In the 
following tables, an asterisk (*) is used to indicate that mean 
ratings for 1991 and 1992 are significantly different. 5 
Frequencies for all survey items can be found in Appendix A. 

Job Satisfaction . The four items comprising the KRA of Job 
Satisfaction have means equal or greater than the midpoint rating 
of 3.0 on the 1992 survey indicating, overall, positive job 
satisfaction. The highest ratings are for the meaningfulness of 
the job- -both to NAWC and to the individual employee (3.99 and 
3.87, respectively). These items (#24 and #36) represent among 
the highest attitude ratings in the 1992 survey. The frequencies 
in Appendix A show greater than 70% of employees agreed with 
these two questions with more than 35% in the strongly agree 
category. These two questions show no change as compared with 
1991 ratings. 

The lowest rating of job satisfaction concerns feelings 
about "my career at NAWC" (mean = 3.0). This item also shows the 



5 An independent groups t-test statistical comparison was 
used with all significant results p < .01. 
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largest decrease in comparison with 1991 (mean = 3.49). A factor 
contributing to these results could be increasing uncertainty 
about the future of the Center. As described below, one of the 
most frequently mentioned concerns in the open-ended comment 
section was job security in the face of downsizing or possible 
closure of the Center. The question regarding general 
satisfaction with one's job while still reflecting a positive 
rating, shows a statistically significant decrease since 1991 
(from 3.64 to 3.36) . 

Equity and Rewards . This KRA is comprised of 5 items. Two 
items address issues of fairness in both the merit system and 
work assignments. And 3 items evaluate the extent to which 
employees perceive positive contributions, cooperation, and 
support of other groups as recognized and rewarded. All 5 items 
have ratings less than 3.0 showing negative ratings. While there 
is not much variation among the 5 means, the lowest ratings 
regard fairness in both the merit system (2.52) and the 
distribution of work assignments (2.56) and the highest rating is 
for the perception of valuation and reward for support and 
cooperation with other work groups (2.79 and 2.83, respectively) . 

Of the two items where comparison with 1991 was possible, 
only one significant difference was found. The item "NAWC 
recognizes employee effort and acknowledges positive employee 
contributions" declined from a mean rating of 2.92 in 1991 to 
2.64 in 1992. 
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